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(a) Workforce analysis which is de-
fined as a listing of each job title as ap-
pears in applicable collective bar-
gaining agreements or payroll records
(not job group) ranked from the lowest
paid to the highest paid within each de-
partment or other similar organiza-
tional unit including departmental or
unit supervision. If there are separate
work units or lines of progression with-
in a department a separate list must be
provided for each such work unit, or
line, including unit supervisors. For
lines of progression there must be indi-
cated the order of jobs in the line
through which an employee could move
to the top of the line. Where there are
no formal progression lines or usual
promotional sequences, job titles
should be listed by department, job
families, or disciplines, in order of
wage rates or salary ranges. For each
job title, the total number of incum-
bents, the total number of male and fe-
male incumbents, and the total number
of male and female incumbents in each
of the following groups must be given:
Blacks, Spanish-surnamed Americans,
American Indians, and Orientals. The
wage rate or salary range for each job
title must be given. All job titles, in-
cluding all managerial job titles, must
be listed.

(b) An analysis of all major job
groups at the facility, with explanation
if minorities or women are currently
being underutilized in any one or more
job groups (‘‘job groups’’ herein mean-
ing one or a group of jobs having simi-
lar content, wage rates and opportuni-
ties). ‘‘Underutilization’’ is defined as
having fewer minorities or women in a
particular job group than would rea-
sonably be expected by their avail-
ability. In making the utilization anal-
ysis, the contractor shall conduct such
analysis separately for minorities and
women.

(1) In determining whether minori-
ties are being underutilized in any job
group, the contractor will consider at
least all of the following factors:

(i) The minority population of the
labor area surrounding the facility;

(ii) The size of the minority unem-
ployment force in the labor area sur-
rounding the facility;

(iii) The percentage of the minority
work force as compared with the total

work force in the immediate labor
area;

(iv) The general availability of mi-
norities having requisite skills in the
immediate labor area;

(v) The availability of minorities
having requisite skills in an area in
which the contractor can reasonably
recruit;

(vi) The availability of promotable
and transferable minorities within the
contractor’s organization;

(vii) The existence of training insti-
tutions capable of training persons in
the requisite skills; and

(viii) The degree of training which
the contractor is reasonably able to
undertake as a means of making all job
classes available to minorities.

(2) In determining whether women
are being underutilized in any job
group, the contractor will consider at
least all of the following factors:

(i) The size of the female unemploy-
ment force in the labor area sur-
rounding the facility;

(ii) The percentage of the female
workforce as compared with the total
workforce in the immediate labor area;

(iii) The general availability of
women having requisite skills in the
immediate labor area;

(iv) The availability of women having
requisite skills in an area in which the
contractor can reasonably recruit;

(v) The availability of women seek-
ing employment in the labor or recruit-
ment area of the contractor;

(vi) The availability of promotable
and transferable female employees
within the contractor’s organization;

(vii) The existence of training insti-
tutions capable of training persons in
the requisite skills; and

(viii) The degree of training which
the contractor is reasonably able to
undertake as a means of making all job
classes available to women.

[43 FR 49249, Oct. 20, 1978; 43 FR 51400, Nov. 3,
1978]

§ 60–2.12 Establishment of goals and
timetables.

(a) The goals and timetables devel-
oped by the contractor should be at-
tainable in terms of the contractor’s
analysis of its deficiencies and its en-
tire affirmative action program. Thus,
in establishing the size of its goals and
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the length of its timetables, the con-
tractor should consider the results
which could reasonably be expected
from its putting forth every good faith
effort to make its overall affirmative
action program work. In determining
levels of goals, the contractor should
consider at least the factors listed in
§ 60–2.11.

(b) Involve personnel relations staff,
department and division heads, and
local and unit managers in the goal-
setting process.

(c) Goals should be significant, meas-
urable, and attainable.

(d) Goals should be specific for
planned results, with timetables for
completion.

(e) Goals may not be rigid and in-
flexible quotas which must be met, but
must be targets reasonably attainable
by means of applying every good faith
effort to make all aspects of the entire
affirmative action program work.

(f) In establishing timetables to meet
goals and commitments, the contractor
will consider the anticipated expan-
sion, contraction, and turnover of and
in the work force.

(g) Goals, timetables, and affirmative
action commitments must be designed
to correct any identifiable deficiencies.

(h) Where deficiencies exist and
where numbers or percentages are rel-
evant in developing corrective action,
the contractor shall establish and set
forth specific goals and timetables sep-
arately for minorities and women.

(i) Such goals and timetables, with
supporting data and the analysis there-
of shall be a part of the contractor’s
written affirmative action program and
shall be maintained at each establish-
ment of the contractor.

(j) A contractor or subcontractor ex-
tending a publicly announced pref-
erence for Indians as authorized in 41
CFR 60–1.5(a)(6) may reflect in its goals
and timetables the permissive employ-
ment preference for Indians living on
or near an Indian reservation.

(k) Where the contractor has not es-
tablished a goal, its written affirma-
tive action program must specifically
analyze each of the factors listed in
§ 60–2.11 and must detail its reason for a
lack of a goal.

(l) In the event it comes to the atten-
tion of the Office of Federal Contract

Compliance Programs that there is a
substantial disparity in the utilization
of a particular minority group or men
or women of a particular minority
group, OFCCP may require separate
goals and timetables for such minority
group and may further require, where
appropriate, such goals and timetables
by sex for such group for such job clas-
sifications and organizational units
specified by the OFCCP.

(m) Support data for the required
analysis and program shall be compiled
and maintained as part of the contrac-
tor’s affirmative action program. This
data will include but not be limited to
progression line charts, seniority ros-
ters, applicant flow data, and applicant
rejection ratios indicating minority
and sex status.

(n) Copies of affirmative action pro-
grams and/or copies of support data
shall be made available to the Office of
Federal Contract Compliance Pro-
grams, upon request, for such purposes
as may be appropriate to the fulfill-
ment of its responsibilities under Exec-
utive Order 11246, as amended.

[43 FR 49249, Oct. 20, 1978; 43 FR 51400, Nov. 3,
1978]

§ 60–2.13 Additional required ingredi-
ents of affirmative action programs.

Effective affirmative action pro-
grams shall contain, but not nec-
essarily be limited to, the following in-
gredients:

(a) Development or reaffirmation of
the contractor’s equal employment op-
portunity policy in all personnel ac-
tions.

(b) Formal internal and external dis-
semination of the contractor’s policy.

(c) Establishment of responsibilities
for implementation of the contractor’s
affirmative action program.

(d) Identification of problem areas
(deficiencies) by organizational units
and job group.

(e) Establishment of goals and objec-
tives by organizational units and job
groups, including timetables for com-
pletion.

(f) Development and execution of ac-
tion-oriented programs designed to
eliminate problems and further de-
signed to attain established goals and
objectives.
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